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Hi. I' m a contingent worker at a large 
tech company in the Seattle area. This 
zine is about my experiences there. One 
part self-expression, one part 
informational pamphlet, and one part 
quotes from other people who inspire me 
and speak much more eloquently on these 
topics than I do. 



Know Your Workplace Rights 

Joining with co-workers to organize a union is a fundamental right 
recognized in U.S. labor law and affirmed in the United Nations’ 
Universal Declaration of Human Rights. 

Under the National Labor Relations Act, you have the right to: 

• Join a union. 

• Talk to your co-workers about joining a union. 

• Pass out literature about joining a union (in non-work areas 
during non-work times). 

• Sign up your co-workers on petitions in non-work areas and 
during non-work times. 

• Join with your co-workers for the purpose of forming a union. 

• Join with your co-workers for the purpose of improving 
working conditions in your place of employment. 

Also, under the National Labor Relations Act, your employer cannot: 

• Interfere with, restrain or coerce you in such a way as to 
prevent you from exercising the rights listed above. 

• Form a union that is financed or controlled by an employer, 
instead of by you and your co-workers. 

• Discriminate against you or your co-workers in hiring and 
firing simply because you have chosen to join (or not to 
join) a union. 

• Fire you because you have exercised any of your rights under 
the NLRA, including your right to file complaints and 
testify against your employer if you believe he or she has 
violated your rights. 

• Refuse to bargain collectively with you and your co-workers, 
if you choose to form a union. 

NOTE: NLRA applies to most workers in the private sector, but not to 
everyone. Public-sector workers are covered by individual laws at the state 
level. Independent contractors are excluded from labor law coverage 
al together. 



“It ? s nonsense to say a man is free 
to live as he pleases when everything 
he needs to do to acquire food, shelter, 
companionship, and a sense of 
accomplishment is already established 
and all that remains is for him to 
choose between prefabricated options. 
We must make our freedom by forging the 
realities which, in turn, fashion us. 
This sounds like a lot to ask. But 
change, revolutionary change, is going 
on everywhere all the time - and 
everyone plays a part in it, consciously 
or not. The question is simply whether 
we take responsibility for our part in 
the ongoing transformation of the 
cosmos, acting deliberately and with a 
sense of our own power, or frame our 
actions as reactions, participating in 
unfolding events accidentally as if we 
were purely victims of circumstance. ” 

-From “Expect Resistance: A Field Manual” 


Technological progress 

achieves advances of 
general utility, but the 
concrete form in which 
these advances are 
realized is determined by 
the social power under 
which they are made and 
insures that they also 
serve the interests of 

. ” 

that power. 

From “Transforming Technology: A Critical Theory 

Revisited” by Andrew Feenberg 



What' s a contingent 
worker? 


According to LAK-6E TECH CoMPAMY: 

Contingent worker is an umbrella term for anyone who performs work for ^ 
who is not an employee. There are three different types of contingent workers 


Contractor: A contractor is an employee of a staffing agency who is piaced 
on assignment at temporarily augment- S's reguiar employee 

workforce or to substitute for ^employees on leave. PRO Unlimited 
manages, and in some cases, employ s our contractor population. 

Vendor: A vendor is a service provider with six or more employees that 
provide services on a deliverable basis. For instance, we engage vendor ^ 
partners for our janitorial services, building security and shuttle drivers. 

There are also instances when a vendor is closely aligned with a.' ^ffT'fllp P^ 
team to manage a specific function within an org. For example, in SMB we 
utilize a vendor partner for call center support and sales for advertising 
accounts._ _ _—---— 

Independent Contractor: An independent contractor is an individual or 
small company with fewer than five employees who is typically engaged 
when there is a need for a specialized service on a deliverable-based project 
and the work can be completed independently. 
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impossible (since the contingent workers who do the work are 
banned from participating in the planning meetings where 
those deadlines are set in the first place). I’ ve witnessed 
incidents where FTE Managers specifically tell continent 
workers not to report their overtime to their vendor 
companies, instead asking them to “flex’- those hours into 
the next week by taking a little time off or telling them 
that it’ s ok that they’ re not getting paid for their work 
because it is “good career training that will help you get 
ahead. ” I’ ve even had a manager dismiss my concerns about 
a worker working unpaid overtime because the worker was Asian 
American and “it’ s just part of his culture to work hard. ” 
After saying this, the manager then looked toward one of my 
other Asian American colleagues and said “You probably know 
something about that, right?” (They were not even of the same 
ethnic origin). 

Full-time Employees (FTEs) of LARGE TECH COMPANY hold a lot 
of power and we’ ve seen fellow contingent workers lose their 
jobs over just minor complaints from FTEs who were not 
satisfied when a contingent worker could not meet their last- 
minute, nearly impossible requests. This creates a fear of 
being let-go that keeps contingent workers from speaking up 
about their working conditions. 

Other complaints I’ ve witnessed/heard about from contingent 
workers include: 

• Denial of HR representation or mediation 

• Verbal abuse and bullying 

• Barely livable wages & no competitive wage increases 

® Disregard and dismissal of concerns re: unethical 
behavior from FTEs 



Other super shitty things about being a 
contingent worker at LARGE TECH 
COMPANY: 

When a contingent worker needs to report something to HR, 
they are not allowed to talk to LARGE TECH COMPANY’ s HR 
department. They must report to their VENDOR COMPANY (again, 
in a different city) then wait several days for the issue to 
be addressed. When I reached out to LARGE TECH COMPANY’ s on¬ 
site HR manager about a rather serious incident of harassment 
reported to me by one of my colleagues, they told me: 

Hi! Without knowing the details of what you want to discuss, given my role is to 
support the Full Time employees within LARGE TECH COPMANY, I ask that you 
work with your contract company regarding possible concerns you might have. 
NAME MCNAMEFACE can work with you if you need assistance in reaching out to 
your contract company 

When a contingent - worker needs to report 
harassment/abuse/unethical behavior of an FTE, there is no 
mechanism for them to report this directly to LARGE TECH 
COMPANY. Instead, they have to report to their off-site 
manager, then report to your vendor’ s HR, then report again 
to LARGE TECH COMPANY HR investigator. This unfolds over the 
course of 2 or more weeks and re-traumatizes victims while 
they continue to work with their abusers. 

Though on paper I work for VENDOR COMPANY, 100% of my work 
is done on LARGE TECH COMPANY’ s campus and I work directly 
with two FTE Managers. However, I’ m not allowed to get job 
performance feedback or have any one-on-one meetings with the 
managers I work with and report to every single day. Instead, 
I report to a manager that works in a different city and 
doesn’ t even know what we do here. 

There are RAMPANT and PERVASIVE issues with wage theft. FTEs 
pressure contingent workers to meet deadlines that are nearly 


"It's important to remember that contingent 
workers are not employed by LARGE TECH 
COMPANY. We value everyone's contributions at 
LARGE TECH COMPANY and we're all working in 
different ways to achieve our mission, however, we 
have to be careful about how we manage contingent 
workers. We direct their work, not their employment. 
Treating contingent workers like employees can lead 
to legal issues. Many companies, including OTHER 
LARGE TECH COMPANIES have faced serious legal 
and financial consequences for t reating contingent 
workers like employees."^—' i__ .— , r-T) 
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Contingent workers cannot attend any company wide 
functions (All Hands meetings, company parties and 
events, etc.) or team off-sites. 

Contingent Workers can only attend team/org 
specific meetings if the topics addressed include 
necessary information for their job function. 


Contingent Workers wear different colored badges to 
distinguish them from full-time employees. 




My life as a contingent 


worker: 


I am a Coordinator for user studies working 


with a team of Research Assistants (RAs) on the Research & 
Development side of LARGE TECH COMPANY. Many of our RAs have 
graduate degrees and/or at least a couple years of research 
experience. The RAs plan and run end-to-end user studies for 
scientists/researchers and their work includes: 
writing/piloting study protocols, writing study code, writing 
and submitting regulatory documents, piloting prototypes and 
other equipment, collecting data, scheduling/recruiting 
participants, moderating user study sessions, 
storing/cleaning data, running preliminary analyses of data, 
QA checks on data, etc. They work alongside full-time 
scientists, engineers, developers, researchers, and 
technical program managers and are an essential part of any 
research involving human subjects here. Without the RAs, 
human subjects research would essentially shut down. 


Because they are classified as Contingent Workers, RAs are 
not allowed to attend team meetings or see presentations of 
their own work. And, yes, work completed solely by RAs is 
regularly shown at org-wide presentations and conferences 
without even being credited. We’ ve had photos of us running 
the studies and wearing prototypes and DOING THE WORK at 
presentations we are barred from attending. Because of the 
nature of the work I do as a coordinator, I have access to 
every confidential study file (protocols, proposals, IRB, 
legal, comms, etc.) for every single study that’ s ever been 
approved here. But I am also banned from attending and 
presenilation of this work. 


The RAs and I are regularly asked to do work that is outside 
of our job description and overlaps with work that FTEs 
complete here. 


Ok, why am I REALLY a 
contingent worker? 

Contingent workers help keep the official headcount low and 
frees up millions of dollars because companies aren’ t 
required to provide the same benefits (such as health-care 
benefits, retirement/401k matching, or stock options) and 
they can avoid paying any taxes related to headcount. 

THE TREND TOWARD MORE CONTINGENT WORKERS IS A SIGN OF 
WIDENING INEQUALITY AS IT CREATES AN UNDERCLASS OF WORKERS 
WHO ARE, BY ALL APPEARANCES, WORKING FULL-TIME BUT GETTING 
NONE OF THE BENEFITS OF FULL-TIME EMPLOYEMENT. 

LARGE TECH COMPANY is essentially using technicalities to get 
away with not listing half of their workforce on the full¬ 
time employee (FTE) headcount while denying them affordable 
health insurance, living wages, advancement opportunities, 
professional development, and dignity. 

Plus, contingent workers are more likely to be women and 
minorities compared to FTEs. So while there are tons of 
diversity events and workshops meant to empower women and 
minorities, most of the people they’ re meant to help are 
barred from attending due to their job status as contingent. 



So why am I classified as 
a contingent worker? 


"We need coverage for employee leaves” 

Nope, nof -fVu. case "f'or U.s • 

"We need 24x7 community support in multiple languages around 
the world” 
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"We have short-term peaks or spikes in workload or project 
work for finite periods of time” 
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"We need to manage work that is not part of our business 
model. For example: we hire food service or security vendors 
because they have industry expertise and skills to manage 


that work. ” 
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I draft and conduct trainings for FTEs. I write and implement 
user studies policies for FTEs. 

The only standards LARGE TECH COMPANY mandates Vendors to 
meet are: 


• a minimum $15/hr pay rate 

“To ComF^pably Coixt" Coste ©P housing 
groceries, U-f»\i-H-ej,-H“anspor'tzt-tion, ]neaJLih 
msurancje.andl Savings (ay\A Sdud<n+- (oa-n 
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• a minimum 15 days of PTO ' 1 
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get \Z paid holidays, and we cannot Uiork 
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• $4,000 new child benefit, if employer doesn’ t 

provide parental leave 
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-for ot'-'cbdd on -fKe ujaoes we mate, 
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4t> our health Insurance. 
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